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7.0  INTRODUCTION 
Flexible working hours have as of late picked up a ton of consideration 
from associations and researchers as family-accommodating approach. 
These days, associations are attempting to fuse a culture of trust by 
offering representatives adaptability in the work environment (United 
Nation, 2010). Moreover, a few scientists contend that flexible 
working practices encourage work-life balance, and with moving 
family pattern such practices are beneficial for both women and men 
(Thomson, 2008; Pruyne, Powell & Parsons, 2012; Hofäcker & König, 
2013). In this paper, connection between flexible working hours and 
work-life balance is inspected. This paper examines whether flexible 
working hours backing and improve work-life balance or on the other 
hand make challenges in adjusting among work and life jobs. Right off 
the bat, some past discoveries on flexible working hours are analysed. 
With the utilization of existing proof, adaptable working hours are 
considered from worker and boss sides so as to demonstrate that 
flexibility in the work environment gainful isn't just for employee, but 
for employer also. Besides, existing literature on work-life balance is 
filtered. Stress and representative prosperity are examined as they are 
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two key results of work-life balance, one is negative and the other one 
is certain separately. The writing comes up short on the proof of 
flexible working hours affecting on work-life balance; nonetheless, 
two ideas are regularly utilized together in the investigations. The 
section continues with a concise talk on a picked point. Lastly, 
conclusion is given to condense the thoughts of the section. 
 
7.1 CONCEPT OF FLEXIBLE WORK   
Work flexibility mean not only mutation in time and place of the job, 
but also part of the job, career breaks (maternity/paternity leaves), 
part-time and stipulation-delay working (Torrington, Hall, Taylor & 
Atkinson, 2011). In the other muse on flexible work arrangement 
(FWA), researchers scatter three comprehensive categories of FWA-
flexi-time (flexibility in scheduling), telehomeworking (flexibleness in 
location), and part-time (wittiness in length of the work) (Possenriede 
& Plantenga, 2011). While each of the arrangement could be used 
individually, they are frequently combined to commend each other 
(Chung, 2009). It should be noted that work flexibility offers oblige in 
planning, not reducing the working time. Thus, pliability in work 
might be summarized as the ability of man to control his/her practical 
time longitude as well as situation of toil (remotely from office), this 
ability in scheduling work believe to be immolate by employer 
(Atkinson & Hall, 2011). 
 
7.2 LITERATURE REVIEW 
One of the significant outcomes that organizations can contemplate 
after convey FWH in the scheme of things is that it can rank out the 
Work Life Balance (WLB) issues related to employees. Some of the 
researchers have instant connection between FHW and WLB in recent 
past (Kelliher & Anderson, 2010; Kossek, Kalliath & Kalliath, 2012). 
Among several measurement of WLB employee well-being seems to 
be the most significant element attached by the deviate in working 
conditions and environment.  
Using a method of expert commentary Kossek, Kalliath & Kalliath 
(2012) have illustrated the greatest consequence of work environment 
in pertinence to employee well-being. Consequently, the wily changes 
in work environment would also embrace introduce some element of 
flexibility in the timings or place of work as such. Using 200 usable 
responses in telecommunication industry Abid & Barech (2017) found 
a peremptory connection between FWH and quality of life for 
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employees. They also found that appropriate use of FWH practice can 
be a ascent of job satisfaction also. They dispute that in long run FWH 
is advantageous for both organizations as well for employees. 
Moreover, among varied advantage of FWH, some of the jutting 
advantage that could emerge out as an effect of FWH contain grow in 
labor capacity, grow in productivity, shrinkage in recruitment costs etc.  
While examining the work flexibility it is important to consider 
whether the flexibility is rigorously pursued by the employer or 
employee because it can have varied outcomes sometimes. As 
mentioned earlier, when the flexibility leads to increase in number of 
working hours when production can be enhanced to maximum, it is 
referred to as “Company Oriented Flexibility”.  On the  other  hand, 
the  decrease  in  number  of  working  hours  and  subsequent increase  
in  autonomy of  employee  may  be  referred  to  as “Individual-
Oriented Flexibility” Costa & Sartori (2005). As suggested by the 
authors low (individual) flexibility is linked to poor health and well-
being of employee.  However, an increase in autonomy has obvious 
positive on employee. Thomson (2008) has also conceptualized 
improved WLB as a positive outcome of FWH. With the help of some 
case studies the author has highlighted the importance of FWH in 
transforming a failing department into a productive one within shorter 
period of time. This study also puts forward a strategic framework for 
implementation of FWH. The framework suggests that in order to 
make any FWH program a success, the organization must be very 
clear as what they actually want to achieve. To ensure this they need 
set very clear objectives related  to FWH  and those  objectives must  
be aligned  with corporate  strategic  goals, the implementation  must  
be  done  in  accordance  with  the  available  resources  and  more 
importantly the said changes need to be communicated effectively. In 
other words it can be said that the decisions related to FWA need to 
take at strategic level. With the help of qualitative case study Elisabeth, 
Cecilie & Linda (2013), found that flexible working arrangements 
(FWA) are a essential implement to conduct and encourage the 
organizational diversity and accomplish it in a sleek manner in UK 
service industry. Ely & Meyerson, (2000) have further added that 
absence of FWA may restrain the growth of a distinct workforce. 
However, the former authors have also shown that the acceptability of 
the FWA may rely on the nature of job. Moreover, this study also 
stress the fact that aside from obtain the diversity related goals, some 
organizations have also constitute some other tangible and productive 
tools through FWA. The diversity in turn proceeds to ameliorate 
employee retention and financial stability (Allen et. al., 2007) and thus 
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assist to better organizational productivity. In line with this study 
Golembiewski, Yeager, & Hilles (1975) are also of the idea that result 
of the flexi time on the employee performance as such may be itself 
dependent on the nature and type of job under consideration (Glynn et 
al., 2002) e.g., low wage workers might not be able to make 
appropriate use of flexi timing because they obtain wages on daily 
basis at hour regulation. 
Linking flexible working practice with happiness Atkinson & Hall 
(2011) have demonstrated that there is perception among the 
employees that flexible working makes them happy. The authors also 
recommend that this happiness ultimately leads to better performance 
outcomes and employee retention.  This study was carried out through 
case method which included participation of 43 employees of NHS 
Acute trust.  In  times  where a  concept like  “Talent  Management”  
is  becoming  a  buzzword  because it encompasses broader notions of 
creating, developing and retaining the best human resource available, 
Flexible Working Arrangements can be a vital tool for retaining the 
best talent. The reason being that, a large chunk of employees have 
associated a greater value to the flexibility in time and place of work 
(Sullivan & Lewis, 2001). The evidences of flexibility being highly 
valued by the employees are also presented by the research work of 
Ya, Tang & Wadsworth (2008).  The  authors  are  of  the  opinion  
that  employees  perceive  the  flexibility  to  be  an important element 
in order to manage the work and family life. Moreover, some authors  
are  of  the  opinion  that  FWH  as  an  organizational  activity  are 
believed  to  promote  equity  and  social  inclusion  (Ryan  &  Kossek,  
2008).  Consequently, several organizations in  modern times  have  
presented  a  positive  image  of  inclusive development  of  society  
and  CSR  by  providing  employment  opportunity  to  the  disabled 
people, however non-existence of flexibility might harm such 
initiatives at some times. Clarke et. al. (2009) found that employability 
of disabled workers could be negatively affected by the inflexible 
nature of job.  Citing workplace flexibility, as a win situation for both 
employer and employee Pruchno, Litchfield & Fried (1997) carried 
out a research which indicated that flexibility leads to better employee 
productivity. Flexibility at workplace can reduce stress and also 
improve the performance (Parris et al., 2008). These practices also 
help them to strike a balance with their official and personal life. 
Apparently, this could also help the employees to cope up with the 
stress related problems. Kossek et al., (2011) have  posited  an  
argument  which  indicates  the  decision  makers  in organization view 
FWA as means to achieve some benefits because they think that it 
helps to attract the personnel from different backgrounds which in turn 
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adds value to the organization in terms of performance and gives them 
some kind of competitive advantage.    With the help of a descriptive 
survey Olorunsola & Ibegbulam (2003) found that a large number of 
academic librarians in Nigeria agreed upon the view that Flexible 
Working Hours have a lot of potential benefits. One of the significant 
benefits may be to manage and utilize some of the time for research 
related activities.  Apparently, not  getting enough  time  for research  
output  has  been  perceived  as  an  obstacle  and  thus  inflexibility  
automatically contributes  to  this  factor  Ochai  &  Nedosa  (1998).  
Though some employees have also indicated that publications could 
also be managed without flexibility and it is not a standalone factor in 
failing doing so. 
 
7.2.1 BENEFITS FOR EMPLOYERS 
Managers have presented flexible working bundles (some portion of 
work-life approach) so as to draw in, select, and hold profoundly 
qualified staff to their organization (Croucher & Kelliher, 2005). With 
the capacity to plan the work himself/herself, worker feels that 
employers thinks about prosperity and non-working existence of 
employees (Casper and Harris, 2008). That prompts expanded 
fulfilment with the activity and manager, bringing about higher work 
responsibility (Kelliher & Anderson, 2010). As indicated by some 
different past discoveries, flexible working outcome in representative 
devotion and commitment, expanded authoritative duty, and higher 
occupation fulfilment, additionally adaptable working bundles help to 
select and hold capable workers for the association (Anderson & 
Kelliher, 2009). Moreover, expanded efficiency, decreased 
representative turnover and non-appearance have been distinguished 
as points of interest of adaptable working for the businesses 
(Direction, 2008). In this way, flexible working practices are valuable 
for bosses; subsequently adaptability was implanted to the work so as 
to give representatives an alternative to pick at what time, how much 
time, and from which work environment. 
 
7.2.2 BENEFITS FOR EMPLOYEES  
In spite of evident favourable circumstances of flexible working 
practices (worker individual authority over work scheduling), a few 
representatives, for the most part men, feel that such practices result in 
lower salary and higher business uncertainty (Hofäcker & König, 
2013). As per similar discoveries, men see flexible working practices 
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as an approach to build up their organizational commitment, while 
women associate flexibility with the work-life balance improvement. 
The proof proposes that flexible working practices fit women more 
than men and are bound to be utilized by women because of the 
philosophy convictions of parenthood (Lewis & Humbert, 2010). The 
discoveries from past research additionally state that women demand 
and access the flexible working hours more regularly than men 
(Skinner & Pocock, 2011). In any case, because of the changing 
family examples and sex standards, just as ascent of women 
workforce, flexible employment is gradually begun using by men 
nowadays (Hofäcker & König, 2013). Flexible working practices help 
to satisfy work-life duties and might result in work-life balance. The 
literature recommends that there is a positive connection between 
flexible working practices and health issues-employees' better mental 
well-being and stress decrease (Shapiro, Ingols, O'Neill and Blake& 
Beard, 2009). 
 
7.3 IMPACT OF FLEXIBLE WORKING HOUR  
Flexible working practices are helpful for both worker and manager. 
Subsequently, in any case flexibility was acquainted with the work 
environment so as to assist employees with children or workers who 
care after kin to deal with their time among work and life. As 
flexibility enables worker to control when, where, and how much time 
they work, flexibility certainly adds to progress in portion of work and 
life duties. In this manner, employee may finish up satisfying his/her 
filling in just as well non-working jobs effectively. At long last, 
fruitful accomplishment of inside the work and outside the work duties 
prompts looking for some kind of employment life balance, which 
increment in general life fulfilment. To outline, it may be said that 
utilization of flexible working practices emphatically effects on work-
life parity and generally speaking life fulfilment of the representative. 
Looking from boss perspective, flexibility in the work environment 
additionally brought some critical advantages. Higher fulfilment with 
the work and manager, better worker execution, more noteworthy 
authoritative responsibility, and lower representative turnover and 
non-appearance are on the whole results of adaptable working 
practices that toward the end lead to expanding organization's 
efficiency and benefit.  
 
The weight on the work impacts on employees close to home outside 
the work life, which makes troubles in looking for some kind of 
employment life balance. Stress causes some genuine mental and 
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physical issues that adversely impact on representative's profitability 
and prosperity. Hence, it may be said that on the work pressure 
diminishes employee's work-life balance, while prosperity adds to 
more elevated amount of work-life balance. It is the obligation of 
employer to make the well-being working environment (tranquil and 
trust-based condition) for employees so as to expand their efficiency. 
Already, flexible working hours have been exceedingly asked for and 
utilized by women because of their family jobs. Be that as it may, 
flexible working hours are offered to men too. These days, both 
women and men because of the new family designs, utilize flexible 
working practices, where the two guardians have level with family 
jobs and double family pay. Accordingly, it is imperative for both of 
them to progress completely satisfy work and life obligations and 
accomplish work-life balance.  
 
7.4 CONCLUSION  
 
Trust among employer and employee is an essential issue with regards 
to flexible working hours. If not checked by supervisor, flexible 
working hours may make a few troubles in the working environment. 
Further investigation on adaptable working hours should be taken to 
comprehend the disadvantages of such practices. Simply subsequent to 
researching adaptable working practices from both positive and 
negative sides, associations should think about applying adaptability to 
the working environment. 
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"Hire character. Train skill."  
Peter Schutz 
